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FOREWORD

An array of alternatives to the 9-to-5 work day began to take
firmer hold in the American workplace in the 1970's. As a new decade
begins, experimentation with these alternative work patterns is ex-
pected to become significantly more widespread. What they hold in
common is an appreciation that the conventional 40-hour week, ful-
filled through eight hours on the job Monday through Friday, contains
within it rigidities, inefficiencies and inconvenience from the van-
tage of employers, an increasing porticn of the American workforce and
the broader society.

The major categories of alternative work patterns, e.n. flexitime,
permanent part-time employment, job sharing, the compressed work week
and reduced worktime, have begun to receive close inspection by labor
unions, employers, and public policy makers in government. Advantages
and disadvantages of each type are receiving scrutiny from these separate
institutional vantages, and in recent years a significant body of empirical
evidence from case zxperience has become available to aid in separating
myth from reality.

This policy research paper by Ms. Jane Shore, Research Associate
at the National Institute for Work and Learning (formerly the National
Manpower Institute) offers new insight into an unexplored dimension of
the major types of alternative work patterns: their differine impli-
cations for adult worker participation in education and trainirg
activities, What emerges is the prospect of major new opportunity
for intermixing working and learning during the adult years, as
scheduling, fatigue, and other time barriers to working adult parti-
cipation in organized learning opportunity are reduced.

With concise, clear exposition Ms. Shore provides the reader a -
synthesis of current research on key features and select impacts of the
major types of alternative work patterns. After examining the implica-
tions of these differing schemes on educational and training opportunity,
the author sets forth a series of recommendations for the attention of
business, labor, education and government officials concerned to assess
and seize the opportunities present in more flexible work arrangements.
The reader will find here a valuable reference document, and primer
for action.

Gregory B. Smith

Director

Worker Education and Training
Policies Project
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I. INTRODUCTION

How much the work experience is affected by the tradition of
eight hours a day, five days a week, has been given too little con-
sideration in this country. The practice bears a direct relation-
ship to the possibilities of enlarged educational renewal opportunity
(Wirtz and NMI, 1975, p. 123).

The outlook for enlarging educational opportunity for working adults is
an issue of increasing corcern in American society. The concept of "lifelong
learning" has grown with the decline in youth enrollments in higher education,
the increase in average age of the workforce, and the rapid pace of techno.o-
gical change. Many adults are turning to education, whether out of need for
retraining to adapt to technology, as a means for career advancement threugh
ever-tightening job ladders, or as a creative way to use the expanded leisure
time afforded by modern-day society. Further, as these demographic, econo-
mic, and social trends centinue to exert their influence, adult pattigipatian
in education can be expected to continue and grow. The societal response to

this expectation is already in evidence, as is illustrated in the following

comment :

We are presently witnessing a growing interest, on the part of
educators, the federal government, and society in general, in the
possibilities for increasing and improving the learning opportunities
fgz adults. While adult education and learning are far from being as
vasive and universal as youth education, there are certain trends
that suggest increased emphasis on adults and their educational and
learning potentials...New teaching methods, new delivery systems, and
new support services and recruitment strategies have begun to emerge.
Now more than at any other time in our history, colleges and schools
are preparing to deal with the mature learner (Charner et al., 1978,

p. 3).

"U

Nevertheless, the new emphasis on the adult learner notwithstanding,
it appears that many more people would like to be participating in education
than are currently doing so. Fred Best, in his recent work on flexible life

hat "a number of opinion surveys indicate considerable

r

patterns, states

interest on the part of adults for educational activities...Actual

E;



participation in mid-life schooling lags far behind stated interest"

(Best, 1979, pp. 55-60). Moreover, this gap between intesrest and action

may be particularly wide for werking adults. A number of studies show

that expressed desire for education on the part of workers may be high,

while the proportion that actually participate 1is quite low (See, for example,
Charner et al., 1978).

Why does this gap exist? For working adults there are important problems
and barriers associated with a return to school These problems or factors
can be classified as situational, social-psychological, and institutional
(Charner, 1979, p. 45). Situational factors are "those which arise out of
one’s position in a family, the work place, social group, etc. at a given
time," for example, costs or lack of time. Socisl-psychological
factors involve an individual's attitude or self-perceptions or the influ-
ence of others' attitudes on the individual. For example, some workers lack
confidence in their learning ability or feel too old to return to school.
Institutional factors are organizational practices which serve to inhiblt
worker participation in education, such as scheduling or lack of informa-
tion about learning ppottunitiea.

While all of these types of barriers importantly
influence the participation of adults in education, some are
more susceptible to structural changes than others. Work scheduling is
one such susceptible factor. Scheduling constraints faced by many adult

workers pose serious problems in their attempts to utilize the education
and training opportunities available to them. Inflexible or burdensome
work schedules seriously hamper the abili“y of working adults to plan and
execute their learning goals. A National Manpower Institute study of

worker use of negotiated tuition aid plans included a survey of 51 company

officials, 52 union officials, and 910 workers. Over 41 percent of company

10




officials and 75 percent of union officials believed that lack of company

provisions for time off or schedule adjustments acts as a barrier to worker

participation in education (Charner et al., 1978, p. 49). Of the workers

a problem the fact that their

[V}

surveyed, nearly 40 percent reported a
companies did not allow them to rearrange their schedules or take time off
to attend classes (Charner et al., 1978, P. 60). This ranked fourth of all
problems/barriers cited. Another study, based on survey responses from
926 workers at three sites in New York State, found work schedules (i.e. shift,
working on a second job, and overtime) to be an important barrier to tuition-
aid use cited by nonusers of tuition-aid (Abramovitz, 1977, p. 137). The
study found that over 21 percent of nonusers cited work schedules as a
barrier (p. 139) and, further, that it was a leading barrier regardless of
company or demographic characteristics (p. 145).

What do these findings suggest? It appears that if the needs of
increasing numbers of working adults for education and training are to be
met, one crucial area to be addressed is the scheduling of worktime. The
recent development of alternative work patterns represents one of the most
promising possibilities for achieving the kind of institutional flexibility
needed to enhance worker educational opportunity. It is that potential

which is the focus of this paper., If flexitime, permanent part-time

barrier to worker use of education will be greatly reduced. Further, the
effect of this will be much increased if linked to a broader social policy
designed to coordinate efforts to enhance access to édugatiang

There are a number of important interconnections between alternative
work patterns and worklife education and training (including, .but not

limited to, the specific issue of the scheduling of worktime) which will

11




be addressed in Section IV of this paper. However, it is interesting to

note that despite the wealth of literature on each of these separate areas,

there iIs very little reference to their interrelationship or to the possi-
bilities for a coordinated social policy. By and large, only general
reference is made to the faet that flexible and reduced work hours could
enable greater participation in education or training.

Why is this so? According to one expert on the subject, Stanley Nollen,
the concept of alternative work patterns is still too novel an idea for
people to have explored its implications such as its potential linkage te

education. Further, while the idea of the linkage is a good one, it still

presents problems in practice. What degree of flexibllity would there have

to be in worktime scheduling in order to significantly enhance working

adults' participation in education?

Although alternative work patterns (AWPs) have important implications
for worker education, AWPs were developed in response to a number of quite
different societal factors. This paper first outlines the background and
development of AWPs and then discusses the four major types of work scheduling
alternatives—flexitime, permanent part-time employment, the compressed
- workweek, and reduced worktime. Next, general and specific implicatiomns of
AWPs for education and training are explored, and policy recommendations are

offered.



II. BACKGROUND AND DEVELOPMENT OF ALTERNATIVE VIORK PATTERNS

Iris

(%)

- 1s a secretary with two small children. She works full-time,

and since her office introduced "flexitime" four months ago, she has been

able to get her children off to school as well as herself ready for work

without rushing. She leaves for work after the peak morning ‘rush hour,
thus saving both time and money. Onme of her co-workers, Mrs. K., is a

"morning person" who uses flexitime to get to work early and to leave early

in order to spend time with her children soon after they've returned from

school.

Sﬁsan Y. and Harold T. share a job as a child care worker at the
hospital. They each work half-days, occaslonally overlapping to consult
with each other. For Susan, in her early twenties, job sharing enables
her to earn income and also work toward her degree in early childhood
education. -Far Harold, in his late s . .+ working part-time allows him
to supplement his social security benuri. and ro stay active in community

1life.

John J. is a mechanic in an auto plant; his wife Kathy works as a
of 40. His union negotiated the worktime reduction as an alternative to
threatened layoffs. The shorter workweek has also enabled John to be more

active in the raising of their three children.

For all these workers, the standard workweek -- nine to five, five

days a week -- would cause problems. The move toward flexible, alternative

‘scheduling of worktime has enabled them to better balance thelr work lives

with the rest of their lives.

5
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Increasingly, alternative work patterns (AWPs) have been viewed
as means to meet personal needs and mitigate a range of social p?ablems.
Although there are many variations of AWPs, and proponents arguelthe superi-
ority of one form over another, the central significance may lie in their
underlying philosophy and intent. The move toward AWPs represents an attempt
to humanize the warkplggé and to iﬁtegrate worklife with other important
aspects of life in soclety -~ family life, education, leisure, etc.
Interest in AWPs has been expressed by many groups in our society:
® Management initiates flexible work systems in order to improve
worker morale and productivity and reduce absenteeism and
turnover.
e Labor unions, while opposing some forms of AWPs, are increasingly
supporting others and seeking to include them in collective

bargaining agreements.

® Federal and state governments seek to find ways to incroease
gservices to the publie through expanded hours and staffing.

e Universities are accommodating more and more working adults,
many of whcm need AWPs in order to facilitate both schnnling
and work.
gangestian and conserve anargy.

In response to this widespread interest, government and advocate groups
have pushed for expanded AWP usaée; President Carter has pledged to active-
ly encourage the use of AWPs in both the federal gaverﬁment and the privaté
business sector; and a number of bills have been introduced and/or enacted
to implement this. 1In 1976, Senate hegfings'addfessed changing patterns

of work in America. The Washington-based National Council for Alternative

to parties interested in 1mglamenting AEPE. Dvera;l, experimentation. in
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this country is still limited and dagavare fragmented. Nevertheless,

enough literature exists to suggest the current “staias-of-the-art" of

AWPs in this country.*/

Definitions

Thévfgur majaf types of AWPs examined in this paper are: fléxitime
or fle;ible working hours; permanent part-time employment, incl#ding job |
sharing; the compressed workweek; and reduced worktime, including work
sharing.

Alternative

work patterns have been defined as:

innovatione in the area of work schaduling practices which present
mane Jement-and labor with alternatives to the standard forty-hour,
five~day workweek. ~Alternatives in work scheduling may be applied
in one or all of three areas! 1) the timing of hours of work;

2) the duration of hours of work; and/or 3) employee control over
his or her own schedule. (Alternative Work Pattarns Project, 1978,

Eléxigime or flexik}eﬁﬁﬁggégg,hgggg is an arrangement in which full-
or part=time wﬁfkérs are granted ajdegzéé @f choice in se;ting their own
working hours as long as the normally prescribed nuﬁbgﬁ-af hours 1is worked.
Employees may vary their starting and stopping time, within limits, but -
must work the contracted numbers of hours in a specified time.periadj(day;
week, or manﬁh).i Though there are many variations in flexitime,»typically,
it involves a workday consisting of "core time,"vwhen all e?playgeé must
be present, and "flexible time," the part of the schedule of work hours
within which an employee may choose arrival andrdepa?tﬁ§3-timeg; The
entire workday -- core hours plus flexible héufs -= is knéﬁn as é “bandwiﬂth,"

Thus, an office's bandwidth may be designated as 6:00 a.m. to 6:00 p.m.,

*/Though beyond the scope of this paper, it should bé noted that in other -
areas of the world, particularly Western Europe, experimentation with
various AWP schemes is considerably more wideépread.thanvin'the U.s.

 ;1} ?153,;¢fv,;w,, 



with core time 9:30 a.m. to 3:00 p.m., flexible starting time between 6:00 a.m.
and 9:30 a.m., and flexible stopping time between 3:00 p.m. and 6:00 p.-m.
Additianally, some plans include "midday flexible hours' or theifiexible

lunch period. Employees must account for the number of required hours.

Even when flexitime is based on a week or a month, employees may be
required to be present during the core hours, When flexitime is calculated
on a weekly or monthly basis,rthe worker can often "bank" "credit" or "debit"
hours, up to a certain limit, ﬁhieh!ate carried over to the next accaunﬁing
period. For example, if an employee works forty-four hours in one week, he/
she is "credited" with four hours' work which is subtracted from the hours
of work required in the next accounting period. By the end of this period
(often a week or month in length), the employee is expected to ha#e worked
the minimum amount of hours.

Related to flexitime is the staggered hours system, in which a workday
is fixed in hours and employees are assigned stagggfeé starting tiﬁes- The
comminity-wide basis in order to alleviate traffic eangeétign_ if employees
rather than management choose the hours, the system is considered é restricted
form of flexitime.
ent is regular, vﬁlunégry employment under-

Permanent part-time employm

taken at shorter hﬁurs than the norm for full-time employees. The employment
is stable, generally involving at least prorated fringe benefits, seniatiﬁy,
and upward mobility. It is‘thus differentiated from Eemparary or casual-
labor or that which results from reduction in hours during an economic
dovnturn. Permanent part-time eﬁpluyment may be partﬁéay,‘partéweek, part-

E

.mﬂnthl or even part-year, though it is commonly viewed as part-day. One




position. Usually it involves two people who each receive prorated pay
and fringe benefits and work either as a team jointly responsible for the
whole or separately for each half. The schedules of the two are érranged
- 80 that one or the other is always on the job. Job sharing involves
deliberate conversion of a full-time position.

Under a compressed workweek, the usual number of weekly full-time hours

is compressed into fewer than five working days. This often entails four

E ten=hour days or three thirteen-hour days. Other variations are three=and-
a-half or four-and-a-half day weeks or the 5-4/9 plan in which employees work
four days one week and five days another week out of a;two—week period.

Reduced worktime or worksharing involves lessening the mimber of work

hours of each worker in order to spread the avallable work and aveid layoffs.
It is seen as a way to create more jobs and reduce unemployment. There are -

several models: shortened work days and shortened workweeks in which

employees work less hours with no reduction in pay; the shortemed work year,
which entails the reduction of work hours through increased paild vacations

and holidays; and short-time compensation, in which employees work less

hours for less pay but with partial replacement of lost income.

Background

How did the standardized workweek come about? How has it changed over
time?

Before the Industrial Revolution, Wheﬁ the U.S5. economy was based
mainly on agriculture, work hours wére long but flexible — dictated by
seasons, daily weatﬁer variatioﬁs, the rising and setting of the sun, and
people's individual timg clocks. There was minimal capital investment, .
with family members working together and filling in for each other when

neceszary.




‘ With industrialization, conditions changed markedly. Capital invest-
ment was sizeable, equipment was centrally located, and workers went to the
place of pr.duction rather than materials going to the worker. Tﬁé family
as the major productive unit dissolved, and there was an initial division
of labor. Family members each went to their place of employment, where they
worked long and fixed hours, resulting in maximized use of capital investment
and increased productivity.

The Industrial Revolution represented a crucial philosophical and opera-

tional shift in the way work was viewed and carried out. As technology and

The orientation toward task completion was replaced by an emphasis on time,
which became a commodity workers sold on an hourly basis to be used to create
other commodities. Furthermore, standardization of work hours spread from
the factory to the office, where it was not really required by technology

or the work process.

The length of the working day became, and has remained, a crucial issue
of work reformers. The earliest documented efforts to reduce waék hours
involved strikes by eighteeﬁth and nineteenth century workers to establish
a ten-hour day. 1In the 1840's, several state and federal 1a§s were passed
which mandated tenshnﬁr days for certain groups of workers. As the average
worker fought for the ten-hour day, thése who had gained the latter had
already begun to fight for the eight-hour day, and throughout the

second half of the nineteenth century there was a steady decline in work

hours (Aiterﬁative Work Patterns Project, 1978, pp. 23-24).
From 1900 to 1920,fweek1y hours dr;;;éd about two—and-a-half times

as fast as in the previous fifty years. And through the Walsh-Healey

Public Contracts Act of 1936, which stated that contractors to the federal

government must pay time-and-a-half for work over eight hours a day or
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forty héufs a week, the standard workweek came to be defined as "those
hours above which premium pay is required by law” (Alternative Work Patterns
Project, 1978, p. 24). 1In 1938, the standafd workweek concept wég exteﬁded
to many workers in commerce through the Fair Labor Standards Aét,

In the post-World War II era, there have been only minor reductions
in the length of the workweek. Most of these reductions are due to a
shortened work year (through increased vacations and paid holidays) rather
than reduced weekly or daily hours. Thus, despite societal expectations
for increased leisure accompanying technological progress, most workers
have e#perienzed little such increase in the last three decades. In fact, union
demands for reduced worktime notwithstanding, there are a substantial number
of workers who work over farty_hnurs a week, partly due to compulsory over-
time proviasions.* While workérs”have not gained the expected worktime
reduction, there has been a hugh increase in nonwork time during one's
life. This occurs in the form cf increased years f@r education during
youth and lengthier retirement in part because of the increased longevity
of the population. The years of work have been compressed Into smaller

and smaller portions of the total lifespan.

Recent Societal Trends

Most people in most workplaces work the same number of hours
and days each week, scop and start at the same times, have the same
amount of vacation times as others with whom they work, and retire
upon reaching the same age. But these ways of doing work may be
neither as productive as they used to be nor suited to many of the
kinds of work which now need to be done... (Committee on Alternative
Work Patterns and National Center for Productivity and Quality of
Working Life, 1976, p. v.).

*Between the late 1950s and the early 1970s. there was actually a slight
increase in the proportion of workers covered by agreements calling for
a workweek over forty hours (Levitan and Belous, 1978).




Beginning in the 1960s, there has been a growing move to reduce or
eliminate standardization of work schedules. A number of important social
and economic developments have provided the rationale or impetus-fof thg
recent push toward AWPs. Proponents of flexible work scheduling state that

not only is standardization not always necessary in our postindustrial era,

but sometimes it actually has harmful consequences in our changing social
milieu and can gserve to exclude potential workers from the labor force. What
follows is an outline of the major forces which contribute to a growing
need for AWPs:

o America has changed from a manufacturing economy to a service economy.

Only about 40 percent of the workforce is engaged in production; the
remaining proportion renders services (Committee on Alternative Work Patterns
and National Center for Productivity and Quality of Working Life, 1976, p.l).
in the service sector does not require the standardization needed in industry.
Further, such service work must respond to customers' demands for services
during their off days and hours. Emergency services must be staffed around
the clock. ?zavisicn af recreational services reqiuires a departure from
conventional hours.

e The composition of the labor force has changed greatly, with growing

proportions of women, youth, older workers, the handicapped, and better-

educated workers.

Many growing segments of the working ﬁcpulatinn are often unwilling
or unable to conform to a rigid standardized work schedule. They have
different needs and preferences. Women often are unable to work full-time
or preset hours because of family responsibilities. Substantial numbers
of youth need part-time jobs to finance full-time schooling. Older workers

often want to phase in retirement and supplement their social security

cally unable to meet a full-time work schedule. Finally, young,
o E}i}
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well-educated wﬁrkefs are increasingly unwilling to conform to rigid,
iaflexiblé.wafk schedules. Thus, the fastest growing segments of the labor
force are composed of those workers most likely to prefer flexiblé or |
shortened work hours. Their preferences ar;usuggestéd in the s;rvey data

discussed later in this outline.

number of dual-earner families

ising

o There is a r

families and families with few childrem.

This has a number of fmplications for AWPs. In dualﬁearnéf families,
the two partners may need to schedule their work to enable child-rearing.
This would require one or both of them to have a flexible or alternative
work schedule. Indeed, more and more c@upies are electing to share child-
rearing responsibilities for a variety of feasgns. Eeéaugg many fémilies-
have two earners and fewer children, income is increased while financial
need is reduced. This may enhance one or both partners' desire or ability
to reduce work hours in order to have more time for family and other
pursuits. (As a related issue, an increase in spendable income would raise
consumer demand for services, further necessitating the scheduling of
nonstandardized work hours in service establishments.) In one-parent
families, AWPs a?e often needed for the employee trying to work and
simultaneously attend to home responsibiiities. If AWPs enable parents
to care for their children, the need for public'e%pEﬁditure on day care

facilities is also reduced.

| @ Levels of unemployment increase or remain his

In response to the alarming level of joblessness, many advocate a
reduction in working hours, which would reduce layoffs, create jobs, and

more equitably share the available work.
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Urbanization of society creates traffic and crowding problems.

Flexible work schedules may be the only way to alleviate traffic

congestion, rush hour crowding, and the resulting increased fuel consumption.

® Society is shifting from the linear to the cyclic life pattern, and

the working yvears of life.

The linear "time trap" of first school, then work, then retirement
appears to meet the needs of fewer and fewer workers. A growing number of
workers indicate dissatisfaction with standardized work sehedul es, though
not yet the majority of workers. Two national "quality of employment"
surveys conducted by the University of Michigan Survey Research Center showed
that the proportion of employed workers citing problems with "inconvenlent
or excessive hours" rose from 29.5 percent in 1969 to 33.6 percent in 1977
(Best, undated). The 1977 survey also found 78 percent of workers stating
that nonsupervisory employees should have at least 'some say” about their
work schedules (National Council on Alternative Work Patterns, Inc., 1979,-9_ 8).

Fred Best has done extensive research into time-income tradeoffs and
worker preferences for cyclic life patterns and increased free time. In
1976, he conducted an exploratory survey of 791 manual and nonmanual
employees of Alameda County, California, with a demographic make-up
approximating that of the U.S. labor force. The results of the survey
éuggest "that workers may desire major changzes in the améunt and scheduling .
of time spent on ﬁﬂré; and increased flexibility in scheduling work and
nonwork activities over their lifespans" (Best, 1978, p. 31). The sﬁrvey
responses confirmed the hyﬁathesis that there is a desire to reschedule
existing worktime in ways which allow more extended free time. Workers

indicated a preference for extended time away from work over other forms

of free time. ; _ e
o . - Eai
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Further, 1978 national survey conducted under contract from the Natianal
Commission on Manpower Policy showed that the echeduling of patential f:ee
time has much influence on time-income tradeoff preferences and thst warkers
put Eaﬁsiderable value on extended time away from work, such as longer
weekends or va:atiansv(Best, undated). Asked to choose preferences among
a 2 percent pay raise or a number of equally costly forms of free time,

only 35 percent chose pay, while 65 percent chose some form of free time.

® There is a genmeral move to "humanize" the workplace.

Apart from the specific issue of scheduling of Wﬂfktiﬁg,v there is
an overall trend toward flexibility and away from standardization in the
work environment. Young, well-educated workers in particular are reportedly
less tolerant of authoritarianism, time cléeks, and rigid rules, viewing
them as dehumanizing and stifling of individual human potential. ThE'£§gE_*"
orientation of work is making a comeback. AWPs are seen as a necessary
facet of a humane workplace.

® The need fﬁrrégggatian and retraining has,ig;reaéeg.

_ As technology expands, knowledge becomes outdated and jobs are
1cst, and ghe pursuit of education and training grows in importance. In
order to pursue education, many workers may need flexible schedules or

part-time jobs. This issue is discussed in more detail in Section IV.

In sum, advocates of AWPs see them as responding to a broad range of

current societal concerns.

A Look to the Future

But what of the fate of AWPs in the coming decades? What about the

forty-hour week? What will be the effect of ﬁidespread AWP acceptance?

4!
Quw
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of a standardised workweek is on the way out. It's not necessarily that
. everyone will want more leisure or that certain types of AWPs are clearly

"the best."” The fact is that there is no longer a rationale for standardi-

is able to meet the needs of the largest number of workers.

At this point, there are indications that widespread adaptation to
various forms of AWPs is both possible and desirable. Even if hours are
reduced on a larger scale, the goal is not a new standaxd; rather, the
goal is increased individualization and variety. As Best points out in

The Future of Work (1973, p. 96), the importance of the four-day, ten-hour

week, despite its fairly poor performance, was in its precedent-breaking
effect on the traditional five-day week. The same rationale used by
advocates of a cyclic life plan (that the "linear time trap" of education,
then work, then retirement is counterproductive and possibly harmful) can
be applied to the concept of flexible versﬁs fixed hours of work. The
importance of moving toward a climate of workplace flexibility is under-
segredVEjYJanice Hedges: x

One senses in many of the discussions of altered work
weeks a feeling that compressed and flexible schedules
are in competition; that eventually one or the other of
them is expected to emerge the victor over the standard
work wzek. The chances are, it seems to me, that we will
have compressed work weeks, flexible work weeks, and stan-
dard work weeks. The description...of...firms that use
multiple schedules, each for a particular work situationm,
is a foretaste of the future. For the change in work
schedules that 1is under way is not one of supplanting
standard work weeks with any particular new model. It

. 1e, rathér, the recognition that work schedule design
is a management tool for accomplishing specific objec=
tives. 1t also can be a means for employees to satisfy
gome of their nbjectives (The Conference Board in Canada,
1973, p. 47). :

24
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Nevertheless, the above discussion should not be taken to suggest that
a shift to AWPs iz without nbstégles. Indeed, there are significant barriers
to Aﬁ? acceptance which must somehow be worked out before its use'beegmes
widespread. Along with the social forces pushing for AWPs, there are
existing laws and forces of institutional inertia which militate against
change. Specific organizational problems, cost issues, and irrational
resistance to change also act against AWP acceptance and implementation.
Thus, the road to AWP acceptance will not be eagy. Furthermore, even the
most enthusiastic advocates of AWPs do not see them as a "cure-3il." At

best, they represent a step tawérd humanizing the workplace as well as
raise same'Prablems of their own.

What are the general societal impacts of AWPs, above and beyond their
specific effects at the workplace? Five major areas in which they can be
said to have substantial impact are unemployment, child care, work satis-
faction, life cycle patterns, and education and training. |

AWPs have the potential for alleviating joblessness,

both by making employment more Eegsible for certain groups and by Eregtingz
more jobs, through reduced hours of work, aspecially if linked te an overall
economic/employment strategy. Government subsidies could help greatly in
this regard. Creative use of social policy could enable both reduced
ﬁnempl@ymen; and tﬁe fulfilling of workers' desire_f@r more leisure. If
this policy were further developed, it could entail the planned use of
increased leisure time for job retraining to adopt to technological ehangs
or for career growth, which would expand the potential or efficiency of
the existing workforce.

However, the possibility also exists that AWPs could raise unemployment,

either by enabling more workers to enter the labor force or by ingreasingl

25
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dual job holding. But in the absence of widespread experimentation with
various alternative patterns, it is difficult to judge the net overall effect.
As Levitan and Belous state, "Reduced worktime, flexible hours, énd alterna-
tive work patterns have been almost ignored by government policymakers as
possible tools in fighting unemployment, yet theée approaches could have a
part in a policy mix designed to create and spread the work" (1978, p. 22).
e Child care. Day care facilities are in great demand in our society,
and often their costs are prohibitive for many parents. Widespread use of
AWPs could facilitate the ability of working parents to care for their
children and/or. divide and share childrearing tespnnsibiliﬁies, thereby

reducing the need for day care facilities and the incidence of improperly

cared for children. -

e Work satisfaction. A secondary yet important impact of AWP use is
improved employee morale. The introduction of AWPs into a workplace enables

a greater degree of worker control, faspﬁnsibility, and f?eeéém; As such,
overall job satisfaction often tends to grow. This in iﬁseff_has iméﬁrtant-
implications. Furthermore, flexible work patterns properly put the focus
back on the work itself rather than the time slot in which it is donme.
Nevertheless, merely shifting the arrangement of work hours does not by
itself necessarily affect the desirability of the work being performed or

the humanity of the environment in which it is carried out. In conjunction

work patterns will certainly have ramifications for the worlds of education
and leisure. A shift in one area will cause a redistribution of the others.
Thus, the establishment of flexible work patterns is a significant step

i ﬁBE'iafgeriptaeess'af’aevelap;qucyglic 1ife-patEerns; " When workers' )
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scheduling options are truly enhanced, o is their ability to effectively
integrate work with other important aspects of their lives.

¢ Education and Training The use of AWPs could greatly enhance worker

access to educational opportunities, in large part by reducing the work
scheduling barriers which appear to inhibit many workers' use of education

and training. The impacts of AWPs on worklife education and training are

discussed in detail lacer in this paper.

grows, as there is greater and greater concern with erabling individuals to
set and pursue life goals according to their own personal needs, and as
remedies for pressing social problems are more urgently sought, AWPs can

be expected to emerge as a more central theme in American working life.

The questions policy-makers can expect to have to answer will deal not
with the desirability of the forty-hour work week but with the nature of

the many options which will most likely take its place.




IIT. MAJOR ALTERNATIVE WORK PATTERNS

Flexitime, often heralded as one of the most successful and least prablem—;
matic of AWPs, is said to be of benefit to employer and employee alike (as

well as families and society in general). Known as "gleitzeit' or gliding

time in Germany, and flexitime or flex-time in the U.S., it involves worker
choice in setting hours of work, provided the total number of hours are
worked. In its most restricted form, employees choose their own set arrival
and departure times and adhere to those times each day. More commonly,
employees may vary their starting and stopping times daily and often their
total daily, weekly, or monthly hours. (A certain number of hours may be
"banked" or carried over to the next accounting period, within certain
limits.)

The origins of flexitime can be traced to the mid-1960s in Germany,

where an economist and management consultant introduced the concept of

market shortages by making it easier for mothers to work. 1In 1967, a German
aerospace firm introduced a form of gliding hours to alléviate traffic
congestion around the plant rather than having to build a segéﬂd access
road. Not only was the traffic pfﬂblem alleviated, but lines of workers at
the gates were reduced and the firm's recruiting problem was elimin ted.

- In less than two years, all the firm's employees ﬁe:e an_flgxitime, agd in
some cases even core hours were abolished. While flexitime qui§k1y spread ri
throughout Germany and the rest of Europe, it did not fééEiVE mﬁeh attention
bin. t:he U.S. until the early 19705, lsrgely ;ransmitted thrnugh Americaﬂ

zampanies with international affiliatians.
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Almost 13 percent of all nongovermment organizations and nearly 6
percent of workers in the U.S. currently use some form of flexitime
(Nollen and Martin, 1978a).* Between 2.5 and 3.5 million emplayeés are on
flexitime, not including the self-employed and the many professionals,
salespeople, and managers who set their own hours but do not refer to it as
flexitime. One estimate is that 3,200 companies are now using flexitime,
and another 5,000 are ready for conversion (Altérnativé Work Patterns Project,
1978, p. 54). At least 23 federal government agencies are using or testing
flexitime. Its use has grown rapidly, possibly even doubling from 1974 to
1977 (Nollen and Martin, 1978a). This fast growth will apparently continue,
since 9 percent of organizations are currently planning or evaluating its use.

Flexitime is used successfully in many settings, both blue-collar
and white collar, despite a common feeling that it is more suited to office
jobs than to factories. More important than the setting to the success of
flexitime are the specific requirements of the job and the way in which
the work process is organized. When employees each work fairly independently,
flexitime can work well. Even, however, when some interaction between
employees is necessary, the workday can often be organized efficiently, with
interaction occurring during the cafe hours.

Certain situations in which flexitime use is sometimes reported to be
problemmatic are: shift work, assembly lines, and other machine-paced work;
work where continuous coverage is needed, such as switchboard operators and
emargency services suppliers; work in small organizations or where there

are few workers; and jobs in which extensive communication and interfacing

*Nollen and Martin statistics are based on a 1977 survey of 2,889

organizations, 28 percent of which responded.
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are needed. However, where work responsibilities have been reorganized,
flexitime has been successful in many of the above situations.
Flexitime has notably wide appeal, unlike some other forms of AWPs.

Employees of any sex, age, or occupational level stand to benefit from the

freedom, flexibility, and convenience it affords. Workers may use flexitime
for a variety of reasons, such as:
e for participation in education, cultural affairs, or civic activity;
e to enable working according to one's most functional time of the day;
® to avoid rush hour;
® to use carpools;
e for personal errands or medical appointments;
e to facilitate child care and household maintenance;
e for recreational activity during daylight hours.
Reportedly, flexitime's appeal is so great that employees almost never want
to give it up; it "becomes a way of life" (Alternmative Work Patterns
Project, 1978, p. 50). Furthermore, in addition to the increased autonomy,
féspansibiiity; and freedom which flexitime affords individual
workers, it may offer more employment passibi%;ties to certain groups
(parents, for example) and it benefits soclety at large by a;ieviatiﬁg rush

hour congestion and energy and transportation costs. Its benefits appear

its failure rate is extremely low, perhaps only 8 percent (Hﬂllen and

Martin, 1978a).

Thus, overall it probably is considered to be the most popular form of
AWP. Flexitime's use has not "peaked," and most all observers predict its
Eipgﬁsiﬁﬂ. Conservative estimates by ita advocates suggest that in the
A next decade it will be suggessfully applied to one-third to ane=half of

”_American workers. The mnat aptimistic ﬁfediet that once geftaiﬂ prublems
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in its day-to-day use are diminished, it will be extended to the majority
of the American workforce, possibly to become a way of life for the next

generation of workers.

Permanent Part-Time Employment and Job Sharing

Permanent part~time employment (PPT:, a rapidly growing American
phenomenon, reflects the changing economic and social realities in the
United States in the last few decades. A number of the societal tremnds
which have catalyzed the development of AWPs in general have had éarticular
impact on the recent boom of PPT. The influx of women and youth into a
labor force employed increasingly in service sector jobs has largely been
responsible for the creation of regular voluntary part-time employment,
which is currently held by over one-fifth of the émericag workforce. Thelr
numbers almost tripling since 1954, permanent part-timers are those who
work less than thirty-five ﬁéuts a week* in a regular, voluntary capacity,
as distinguished from casual or temporary part-time werk.

While part-time workers have classically been stereotyped as unserious
or lower-skilled workers, PPT has increasingly been utilized at high or
career~oriented levels of the job ladder. Further, it has answered Ehe
employment needs of much of the "new" American workforce for whom full-time
employment is not desired or not feasible. A recent off-shoot of PPT,

Jjob_sharing, seeks to further facilitate the utilization of part-=time

workers in career occupations.
While part-time jobs have been around for many years, it was not until
the 1960s that permanent part-time grew in the U.S. and in Europe, though

it has always been mgrebeamman in the U.S.

*This is the generally accepted definition of part~time hours, though some
,eansidgr it to be more than sixteen and less than thirty hours a week.
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Why has PPT grown so quickly in recent years? To whom does it appeal?
The numbers of women, youth and older workers in the labor force have greatly
increased. Many women today get married later and have fewer thld:en. For
them, and even for married women with children, the tendency tgligid jobs
has jumped significantly, both because of financial need and career aspira-
tion. Recently, many more youths have access tc student loan or employment
programs which enable them to pursue work and education simultaneously.
More older Americans are now working, and part-time work enables phased
retirement and a supplement to social security benefits. Part-time employ-
ment may be best suited to the needs of handicapped employees. The growing
number of service sector occupations are also more likely to hire part-timers
than are the jobs in the declining industries. Liurther, jobs in the service
industries are more likely to be held by females.

The statistics reflect the growing appeal of part-time employment for
substantial components of the labor force:

e In 1977, 21 percent of the workforce, or 16 to 17 million workers,

were permanent part-time employees (Alternative Work Patterns
Project, 1978, p. 70).

Since 1954, the part=time workforce has nearly tripled; it has
grown at almost twice the rate of the full-time workforce
(Duetermann and Brown, 1978).

e Women are more than twice as likely as men to work part-time.
One in three women work part-time and one in seven men (Duetermann
and Brown, 1978).

® For workers over sixty-five, the likelihood of working part-time
rose from 38 percent in 1968 to 49 percent in 1977 (Eébgs;qgjggggj
time Careers, 1979).

e The average part-time worker is a married female with achool-age
children who works nearly twenty hours a week in a clerical or
sales position (Leon and Bednarzik, 1978). '
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According to data from the Bureau of Labor Statistics, in 1976, 24.8
percent of the voluntary part-time workforce were service workers
(waitresses, cooks, janitors, food service, cleaning service, até_); 22.8
percent were clerical workers (bookkeepers, cashiers, secretaries, etc.);
13.3% were professional and technical workers (librarians, nurses, teachers,
musicians, etc.); and 10.4% were salesworkers. Im 1970, four out of ten
female part-time workers were in clerical, .sales, and related occupations.

One survey found three organizational characteristics encouraging the
use of PPT: production of services rather than goods, cyclic demand for
output (for example, banks which have peak midday business), and extended
hours of operations (such as department stores with evening hours)

(Nollen and Martin, 1978b). Typically, organizations that have PPT only use
it for less than 5 percent of the workforce. An employment situation may
be particularly suited to part-time jobs when there is a greatly fluctuating
demand for gaadg or services. Part-timers are hired when more people are
needed to meet the demand. Part-time employment may also be used as an
alternative to layoffs during periods of retrenchment. Situations where
permanent part-time would be useful include those where there are budgetary
1imitati§ns,ijabs which gre by nature part-time, and organizations in which
there 1s a shortage of qualified full-time staff.

Some notable initiatives have been facilitated around the country to
enhance PPT development, and there is growing interest in it tpraughgut the
. Bovernment. 1In 1977, President Carter issued a directive to expand the use
of PPT in federal agencies. As a result, over 6,000 permanent part-time
positions were established between September 1977 and July 1978 (National

Council on Alternative Work Patterns, Ine., 1979,_9. 3). 1In 1978, the

Eederglﬁ?mplgyegs‘Egrtf;;gg,CatggfrEmp;qymggtﬁAegr(Eublic Law 95-437) was

apgravgd by an impressive méjafiﬁy in both houses of Congress. The law,

33
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reflecting a growing acceptance of_??T as a legitimate alternative to the
forty-hour week, offers a mandate to federal agencies to establish programs
to promote part-time opportunities at all career levels. Also, it specifies
a safeguard that no full-time jobs will be eliminated to create part-time

employment.

Job_sharing, in which several people jointly fill ome full-time position,

has evolved as a means to increase career part-time employment. It is a

voluntary work arrangement which involves deliberate conversion of a full
time job, usually into two positions for which salary and fringe benefits are
prorated according to hours worked. The new job sharing concept is quite
different than either the poverty sharing of Depression years or the work
sharing which evolved during World War II from labor shortages. The new
concept grew out of efforts in the late 19608 to enhance the career
potential of part-=time work.

Job sharing is often more beneficial to the worker than traditional
PPT for two reasons. First, the prorated full-time salary and benefits which
it pays sharers are frequently much higher than the compensation rezgived
by regular part-timers. Second, it can be used in almost any type of job;
it is not restricted to lawEf—skillgpasiﬁians ag other part-time jobs often
are.

Currently, 1 to 2 percent of jobs are shared; however, the jab sharing
population is growing. The combination of part-time hours and chailengiﬂg
work appeals to many employee groups, sucﬁ as parents, professionals,
students, the handicapped, and older ﬁérkg;S; Job sharing has been sought
by both current fﬁllﬁtiﬁets and by those Eﬂtefing or reentering the labor

market.
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Despite growing opportunities for PPT and job sharing, the number of
part-time professionals is still very small compared to the many part-timers
in lower-skilled, low-paid occupations, and thus it seems diffiguit at this
point to predict how far the move for PPT will progress. As with flexitime,
PPT and job sharing appear to benefit substantial and growing seectors of the
labor force. This fact together with developing legislative initiatives
and some encouraging empirical evidence may bode well for the future of

these alternative work patterns.

Compressed Workweek

Back in the late 1960s, when the compressed workweek developed in this
country,* the outlook for ite future was bright. Advocates of the four-day
week predicted that it would be the next American work standard, sought by
management and workers alike, and that it would foretell a "revolution in
work and leisure" (Alternati%e Work Patterns Project, 1978, p. 95). The
idea was to let employees work forty hours a week in less than five days,
thus giving them more days free for leisure, family, ete.

A decade later, the first AWP to gain recognition in the U.S. has fallen
far short of this potential. It has presented many more problems than had
been anticipated, and its use appears to have peaked. Nevertheless, as with
other AﬁPs, ;here are examples of the compressed workweek having been used
very successfully and it is the preferred choice for a number of business
people and employees. In some situations, it yields clear benefits.

Unlike other AWPs, the compressed workweek originated in the United
States, and it has never been much used or favored by European workers.

While the compressed workweek usually refers to four approximately ten-hour

*There has'Eeen‘1imitedqup§:imentatian with it since the end of World War II;
however, the concept did not really catch on until about 1970.
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days with Friday or Monday off, there are several other variatiens, such as
the three-day week (three twelve~ or thirteen~hcur days) and the 5-4/9 plan
(in which in a two-week pariod, employees work four days one week‘and five
days the next). Also, when companies convert to a compressed workweek, they
often reduce the total weekly hours by several hours.

While the compressed workweek (CWW) initially experienced rapid growth,
its peak use was still quite low. In 1976, it was uséd by 2.1 percent of
the full-time workforce (1,270,000 workers) in approximately 10,000 businesses
(Nollen and Martin, 1978b; Alternative Work Patterns Project, 1978). While
only 0.1 percent of workers were on the compressed workweek in 1971, this
had risen to 1.7 percent by 1973 and 2.2 percent by 1975 (U.S. Bureau of

Labor Statistics figures cited in Nollen and Martin, 1978b). Accurate

w

estimates, however, are hard to get because of the rather high proportion
of organizations which abandon the CWW after experimentation. By contrast
with flexitime, the failure rate for this type of AWP is said to be as high
as 50 percent (estimates usually fall between 10 percent and 50 percent).
Organizations of all types and sizes have used the CWW. However, it
has been reported that manufacturing companies, local governments, computer
operations, and small organizations have found it more feasible or useful to
use than other groups. Situations in which CWW may present problems include
those in which full coverage and/or contact with customers is needed (such
as shipping and receiving departments or switchboards), shift ?érk operations,
and work units which have to coordinate their output with units not on |
the CWW. Plants that use the CWW, rather than operating less than five
days a week, often have two or three teams of workers on different schedules,

thus enabling the plant to operate five or more days a week.
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Certain groups for whom the CWW reportedly has particular appeal include
young single workers who value long weekends and who tire less from a long
workday, organizations with managerial problems which are Eeeking!tg boost
company productivity and image, and businesses which require employees to
travel to branch offices. Groups which often find the CWW problemmatic
include married workers (particularly women) with children and older workers.

Overall, despite the CWWs' success in a number of instances, it is
generally the most probiemmatic of all AWPs. It is unpopular with certain
groups of workers, its implementation is unsuitable in many settings, a;d
its use appears to have peaked, with very few organizations considering its
future establishment. Despite its problems, however, experimentation with
this initial American form of AWP has been valuable, both in elucidating

more clearly the problems and needs of workers and organizations and in

r

pointing the way toward more workable scheduling options.

Reduced Worktime

"So long as there is one man who seeks employment and cannot find it,
the hours of work are too long." These words of Samuel Gompers (founder of
the American Federation of Labor), uttered some ninety years ago, réflect a
prime motivation behind the current move for reduced worktime. The serious ,
pfobl&m-cf unemployment, with few promising solutions in sight, has prompted
the push to share the available work by reducing each worker's total hours.
This, coupled with the desire for increased leisure time on thée part of
many workers, has mgde shortened worktime an important goal of many unions,
employees, and human resource palieyfgakers-

There are several étapased ways to reduce worktime and share work. With

the shortened workweek, afiecting about 10 million American workers, employees

work thirty to thirty-seven hours a week with no loss in pay.(They are

87
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either paid monthly or at a higher hourly rate.) They usually work

shortened workdays (six, seven, or seven—and-a-half hours a day for eight

hours' pay), but occasionally work four eight-hour days and one half day.

The shortened work year involves increased paid holidays and vacations and

is usually brought about by union negotiations., Since World War II, this

has been the predominant means of reducing worktime. Short-time compensation,
a concept largely modeled on European work sharing practices, entails reduced

work hours with partial unemployment compensation to make up for the loss in

pay. Leisure sharing is a related idea which refers to providing options to

workers to trade a portion of their salary for increased leisure time. Calléd
"work sharing” in the thirties, the term now focuses on the many workers who
desire more free time and would voluntarily share available work.

With rapidly expanding job holding on the part of women, youth, and
older workers, many families have increased total income. Because of this,
worker demands in many cases have shifted from longer hours, in order to
increase earnings, to the demand for more leisure time with no loss of
income. This demand can be expected to be raised even more vigorously
in the future. Sar Levitan and Richard Belous, who have written on the
subject of reduced workcime, view the activities of some unions recently
as indicative of a shift on the part of well-paid workers toward trying to
protect their earnings and save their jobs rather than seek wage increases
{(Levitan and Belous. 1978). .

In 1977, the "All Unions Committee to Shorten the Workweek" was formed
in Detroit. As a tool to cut unemployment, thirty-five hours work for forty
hours pay is the general goal of the committee. Predictions are that such

a reduction in hours could create over 7 million additional jobs.
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Currently, the average American union member receives eleven paid
holidays each year, and this number will probably grow (Alternative Work
Patterns Project, 1978, p. 100). At the center of the United Auto Workers'
worktime through two approaches: the extension of the Paid Personal Holiday
(PPH) Program (won in 1976 negotiations) and the establishment of compen-
satory time off for overtime work (§olidarity, 1979b). The agreement reached
resulted in provision of fourteen additional PPH's over a three-year period,

added to the twelve days already provided (Solidarity, 1979a).

By mid~1974, one in five major collective.bargaining agreements in the
U.5. contained clauses calling for reduction of work hours during slack work
periods, and 119 of 311 contracts had specific clauses dealing with work
sharing. It is rare, however, that these clauses are invoked (Levitan and
Belous, 1978).

On the legislative front, in February 1979, Congressman John Conyers
introduced the Fair Labor Standards Amendments of 1979, H.R. 1784, which
would reduce the standard workweek to thirty-five hours by 1983. This
legislation would also increase the overtime premium rate to twice the
regular rate of pay and would abolish compulsory overtime. Hearings were
held on the measure in October 1579, but no further action has been taken.
Supporters of this legislation state that the added costs to the employer
of reduced worktime must be balanced with the high economic and social
costs of unemployment.

Levitan and Belous advocate work sharing, most widely used in Western

8 a means to reduce unemployment. It has been shown to be more

o

Europe,

effective than many of the standard strategies used to deal with unemploy-~

ment (job creation, unemployment insurance, and welfare), and it involves

less deficit financing. Work sharing, however, is not without gampligatiéﬁsa

A?“ggé?sf?, w;,L%L




fgr example, to implement it in the U.S., legislative changes would be

needed because current state unemployment insurance (UI) laws prevent

payment of benefits to workers forced on reduced schedules becauée full-

time work is unavailable. A change in U.S. policy tc .rmit payment of
partial UI benefits for workers on reduced hours may be one way to win
widespread support for work sharing in this country. "Short-time gcmpeﬁsai
tion" (STC), following European worksharing models, has been proposed. While
not problem free, the administrative and cost difficulties STC would create
are not insurmountable, and according to one prediction, "Partial compensation
could become one of the nation's front line programs retarding the growth of
unemployment' (Clark, 1977, p. 50).

Despite the problems and costs of implementing reduced warktiée and work
sharing plans, there is a general consensus among union officials, policy-
makers, and even the American business community that Americans are heading
toward a shorter workweek. What with worsening unemployment, increased
overall demand for leisure time, and growing labor force participation by those

may well represent the '"wave of the future.”
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- 1V.  IMPLICATIONS FOR' EDUCATION A

to. the su;ging interest

...iflwe felaEE'fl’ ibie wark patterns
{ : j-leakrfarward

'..in f,

2 ng——nffér so
: - of- life it makes one hope

it many. .1 re piﬁneers wil1~came fnrth to- make it all happen
fsster.;'(Flaning, 19?6) :

if in the future we witness a significant grawth of- flexible work
,acheduliﬁg and new worktime. thi’?S, what caﬁnectiens will this have with
the incfeasing adult canstituency fnr educatian? If it is no langer unusual

v fﬂr emplayeea tn set thei: uwn hours ar ta work less Ehan farty hours a

»week what are the implicatians for wnrker .pursult- nf edueatiﬁﬁ’gﬁﬁsfff_,' gf
,vappartuﬁitigs? It. appears that one af the erucial -areas in which alternative g

wark patterna could interaet effegtively with ather,sagial paligies is in .,;k’

that af wnrklife edu:atian and Eraining. Fu'thermnr the effects are not f: }

',Gane—way, that isi iﬂateased uae af educgtion cauld be said ta impacE on AHP

-'develnpment, just as the Bppasite is true. .

There are a number af ways in whigh AWPE and Wﬁrker use af educatian ;_"

.can affect each ﬁther. Eame af these are obvinus directycnnnegtians, while -

others are more subtle by—praducts which_ﬁay result frcm an ine:eased

‘emphasis on one or Ehe athet.- Furthermare, different AWP fnrms may impact
in specific ways on educatinn and training uae. A diacussien af these,'?5'
.‘vgrinus impaﬁts and intercanﬂectians fallcws, with examinatinﬂ of géneral o

implicazians fallawed by a look at specifies.;'A
° S:hedulin . As mentigned implgnentatian af alternative unrk
,patterns wauld go a lnng way ;uwarﬂ feducing aﬁ impcrtaﬂt barfier to warker

"-1use af educatian——that of work schedules.r Widespfead use Qf AN?S wﬂuld

fgreatly fa:ilitste the ghility af emplgyees to take advantage af educatianal
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i-;épartunities. It eén be speculated that in light afethe fact that
v”l)VAWPsvwauld_enhanée.ﬁa?ker access to education andbzl that worker interest
1-_ in education exceeds partic;patiﬁn, a substantial growth in AWPs quite
possibly would be acgampanied by a grawth in warker ﬁse of education. (Of
course, the degree tn which this is true would also depend on athar factats,
including the impact of other barriers besidés worktime s;heduling.) Related
ta‘thisi it may be that the same individuals who would be motivated to
experiment with AWPs would be those most likely to pursue education; thus

in this other sense, expanaion of AWPs could lead to a broadened worker-

_student clientele. o e e

" more respansive ta

e The impact of g:eatef‘waf‘ér gartieipatiaqrin education on

educational affefing;; As Janice. Hedges statea.

-Eublic and pri”’te vncati“ “1 and technical.p:ag"sms, gnplayer—
‘sponsored training and: ~edu ion, corresponde ourses, and
weekend ‘colleges might;E, expected to grow in number and
enrailmegts : Genferenee Baard in cgna&a, ;973, P 51).

Nat nnly cauld a grawing wurkezsstudent papulstinn lead ta expanded

t:educatinnal ﬁfferings_but it might lead tg educgtinn pragrams which are

1Ehe‘needs of wcrking adults. TD mske eﬂugatian g Lo

Eééésibivitalwn:kers ideally wauld invulve mnre than just ghanges“in Eheif&

‘Q;kpiééé, The Natlnnal Hanpnwer Inst;tuge study cf tgitinnsailiuse : f '

\(EEntianed in Sectiaﬂ I uf thia paper) faund almgst 30 percent nf warkers~

tstiﬁg;théﬁig;héélgfﬁ'f nat uffer eaurses at times whgp they znuld t;se R

hem (Charner et sl., ,1973,"1:. ﬁo).., campgny‘": na'unian ﬁffi«:isla alsci

i_ ed inflexibility af cﬂufae scheduies as f barrier ta ﬁefker ‘use af
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e The impact of increased worker participation in education on

development of alternative work pggtergg. In the same way that educational

institutions might become more responsive to wﬁfEEEQEtudénts,_a growth in
vorker use of edueatiaﬁfgﬁuld probably also lead to wider overall pressure
for use of AWPs, As more and méte workers fetufﬁ to school, the>néed for |
workplace schedules to accommodate this would become stronger. Fred»Best,
explained it in the fﬂllﬁwing statement:

The growth of educatianal activities during mid-life is
likely to foster more flexible life patterns in three ways.
First, the increasing incidence of school enrollment during
mid-life, particularly full-time college attendance, will
break down the traditional assumptiaﬁ that formal .schoeling
should occur in youth and encourage the redistribution- (of)
formal educational undertakings into mid-life. . Second, ‘the
pursuit of educational undertakings during ‘mid=11ife, " & thes
formal or informal, will require time. As a result y
growth in the need or desire for education’ du:ing the wurk
and child rearing years .of mida;ife ia 1likely to. fos ':.a
growing demand for more individual ‘oppo es ; 1k
time away from work. Thifd, it: has beensuggeste
educational attainmgnt increases both’ indepenﬂent thinking
and the capacity. for. leisure. If this ig't,ug, 1 an;be”_.,
e:pected that -increased education’ ‘during both: yautﬁ -and
mid-11fe may engender a greater. apprecistian and demgnd far
non-work time (Best, 1979, pp. 58—59) :

® The cnnnégtinnrbetween AWP philasnphy snd the gacietal agceptsnee

thé worker as an individual, not jugt as a warker. AHPS gttgipt to meet

the needs of paaple with other impuftant 1ife cnmmitments béyand the ‘work- :
place. Taward this eg@, the acgeptan:e pf AWES cauld va,,da;e and fggilitaﬁe
the Eﬁcietal SEEEPESﬁéé‘ﬁf:thE ﬁﬂfkef as stu&enf. Again, this cauld lead |

to the develnpment af wﬁtk aﬂd gdueatinﬂ structures mnre respansive ta adult

pursuiﬁ Ef further educatian.




Hcpefully, whst would emerge from all this would be the notion of

" linkages. A socia 1 policy designed to enhance individual patential and

opportunity would have to take into account all the institutions involved--
in this case, both employment institutions and schools. It does not make

sense to leave one or the other out of ény effort designed to promote the

. notion of siiultaneaus earning and learning. A coordinated policy is even
more sensible in light of worker needs for training and postsecondary
educational institutions' needs for. students; thus, both employers and
educators stand to gain from such a coordination effort. .Dne example of

-+ how such a linkage policy could wafk_is Ehe Hofstra/DC37 Qampgg in New York
City. Hofstra University has a special campus at the unian‘hegdqgafters of
AFSGHE_' Thréﬁgh'a U.S. Department of Labar grant plus a 5pecial arrsngeme,t
with the -player (i.e., the city), wurkerastudents receive Eive hau:a paid
Qgrelease time a eekr Ensbling them tn attend afternﬁan clasaes iﬁ the four-

~riyear :areer—:elated eallege pgagram (Share, 1939, pp. 12-13)

® AHPE as a. taal Ear edueaﬁier§;, u 2. Cuffently, eduesti

'%k-"addictive,“ that is, ‘those wha have mafe Eduzatiun get mnre eduﬁatiﬂﬂ. ' Thus,

""thpse,unéerserved by edu;a;ian stay undersggved, gnd ;he gap between Ehe '

As mentiuned flexible Wﬁrking patternsvmay bg part ‘1 rly beneficigl

:gﬂ”ham a 5
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,?ﬁnf a sacisl gqualiser. The eu:rent edueatianal use pattern may Ee broken,

Lfsnd thg undersezved wﬁg need edueatian the most (in order ga advance), may

:?gventually uae it the’ mnat.- Of caurse, this wuuld nnt u:eur unless uther
brbarriers to" wgrker use” ﬁf educatinn (sueh as financial and psychalagical

vf? ngriétB) WEFE 139 addEESEEd'

’-Q?aF;ggnain_ﬁngngatggg. Here AWPs could potentially have é}négative

effecf:fﬂf’tﬁa feaaénsi First, if emplayees wark less hours and. thereby
“have less iﬂcnme, ‘then pfesumably ;hey will have less maney available to
'Epead on educatiaﬂ- of: Euurse, the degree ta which this is a prablqn would
‘vary aﬁgurding to the individual fiﬂancigl circumstantes af each emplayee
.as well as the cost of vaticus learniﬂg nppnrtunitiés._ And, » on the ether
>'hanﬂ, thé Evailability af part-time wask ﬁay pravide the nnly nppaftunity
,far earning vhile learning ta BDEE individuals, Ehus inereasing .t pw 8i~ _:Q'
bility nf pursuing eduzatinn.‘*gecand if a full—time wafker is ca%eredvféf
_edu:atinnal assistance benefiﬁa, Ehan part—ﬁime wark ar reduged haurs maj |
flead ta a 1ass gf part or all of these benefits, ‘thus making the financiﬁg

of educatiaﬂ more diffieult. Ihis isaue af friﬂge benefita is cnntfaversial

and has yet ta be worked out; Ehus, the atatus of edueatiaﬂal benefits under

e e et B w4 s e T e

. *A@E is uﬁdetemiﬂed- A L e S e Sy e g 3

Turning ncw to specifics, what might be impacts of each majar fafm cf o
AHP on wnrker use af edu:atinn? Hhat fnlluws is a- diseusaign cf the Ed“ﬂatiﬂﬁ

'j_and t:aining iﬁplicgtians of ea:h. | ‘ ' ‘ : -

[ 3 Flexiﬁime. ~ The biue cnllar warker seeking a te:hnical skill Eﬁufse

‘g, the secret'ry studying to be an ac:ountant the aldet

*: i"§t a lﬂEEl :nlf"
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laté aftéfﬂﬂﬁﬂ courses. ?lexitime would enahle workers to jugglg their
schedules in order to pursue a variety nf learning opportunities. :?ﬂfthéfi

", more, because of the provision for "banking" hours, workers uan;hﬁiexitimé
could potentially have felati#ely large blocks of time freed up in a given
time PEEiﬁﬂvEEch week or every few weeks. Thus, for exgmple; 1f a worker
regularly worked from nine to five and wished to take a seminar which met
twice from one to five, he/she could attend the course and then make up the
hours over the next gecaunting period. |

In addition to enhaﬁciﬁg worker access to external .educational offerings,

flexitime also has important potential impiieatians-far w&:k*lace education

and training. A company or union could affer a late afternnnn training ‘course
on a regular basis, knawing that flgxitime wuuld enable emplayees to start
their wcrkday .early enough to allﬂw them ta attend the euurae. Agaiﬁ;—--

the banking pravisinn affers the passibility af scheduling special seminars

or iﬂstitutes as the need or interest arise, with Ehe wurk haura made up at ST

aﬁaﬁher~time. Emplnyers Eauld :reatively 1ink flexitime tu an educatinn/

Eraining pnliny tu “the henefit of bnth watkers and managemgnt.;; '

Dverail, flexitime wguld prabably have particular appeal f’r thase wﬂ:kers ;if

msﬂ?ﬂdesiring .an . aacaainnal .class_ he:e ar there Y

“a mare invalved or set course af study.; Ihis is true: fai two'’

visehaal ﬁith a new's:hedule.r Sécand, since flexitime -8td]

e 5al rieg'gﬁé éhﬁé*ﬁ;ﬁlﬂiﬁfgbgﬁl?jhg&fﬁﬁéfé-:;{
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e FPermanent Part-Time Employment and Job Sharing. Part—-time work and

job sharing allow for large blocks of free tiﬁa which can be used for

“  schooling. The time available, often regular half-day intervals,iW@uld’even :
allow for full-time study, with some income as §e11, =Eéveftheléss, a part-
time salary would often not cover full-time study, and;;fufthéfmafe, part-
time employees are frequently not eligible for educational assistaﬁce_élans
which their full-time counterparts may receive.

The cost issue aside, ‘it has been noted that part-time Emplﬂyment and
jJob sharing may have pafticular appeal for women, youth, older workers, and
the handicapped, These are also groups which may have a spécial_integgét.in
education. Given that many part-time positions held by women or youth are
low-skill or low-paid, the need for these ﬁa:kefé to. receive education énd
training for earéer advancement may bevpafﬁieﬁiéfly stréng; ;Furthgri-aldEf, |

workers phasing in retirement- through part-time work may desire educstiénj,

to plan for or enhance rgtitéﬂgnt years. Handicgppedvég:kersfmgy.Ee.;nvnged{,

of special training and ékilig dgve;apmgntgr Ihﬁs,;pér;%time:gmplaymeﬁtvagéf -  .
ij?Sﬁéfiﬂg not only gréatlylieduéé:thé éfﬁblgma»gf_warker%stﬁﬂenté'in*"
scheduling education, but they are often utilized by just those workers with
a particular need or desifé for education. | | |

As . with flexitime, PPT could be used in conjunction with'aipfagram‘af”*“
workplace education and training, particularly if a suﬁstantial pf@pgftian

of the work force were employed aﬂ a partﬁtiﬁEubasis;_ Half day trainin

programs could be available on a regular basiéjar as the need.araée._

e Compressed Workweeks. Where compressed workweeks are used, large

groups of workers at a given organization are often not working on the same

day. This raises the possibility of such an organization sponsoring seminars

or training programs for their workers. Such oggging,‘réguléf,,aﬁd plgnne§i 




f?;fﬁiﬁstitutésgféfc;

"*intervals uf nanwgrk time in a givgn :ampany offer numergus passibilities
and wuuld enable learniﬂg appartunities Eailnred to the ﬂEedE of a specific
g:gup_ Educatianal offerings fnr qnplayees on campressed wgrkweeks cauld
range fram one-day seminars, affered as the need arose, ta 1ﬂng—term more
ambitiﬂus training and develgpment’eaurses affered on a wveekly basis_ The .
same workers with énergy levels high eﬁaugh to opt for a ten-hour working
day might also be anxious to pursue educational opportunities. Further,
cﬁm?aﬂies with built=in ttaipigg Prcgraﬁs whiéh did not iﬂtetfere'with.
normal working hours would also stand to gain.

Reduced Worktime. If the fight for reduged'wafktime»iszauﬁgessful,

then, as is suggested by research cited early in this repa:t, many workers
. will ppt for extended blocks af time away fram Ehe job. .This—ﬂfféfs numgraus

~ possibilities for tie—ins with rezutrent edugatign prograns . invalving wn:ker

Sabbgticals, paid educagianal 1eave, apegial enmpany= ar uniun—spgﬁsured
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-!';Ihis ﬁﬂuiﬂ repreagnt Ehe kind gf cfeatively designed saciai pa;icy wﬁich

'

‘ Lénuld add:esa severgl prablems at QDEE._‘

Qverall, ve. see twn enncePta—ﬁAHPs and wnrker educatian—-ea:h with

S

enthusiastic advacates but with far tnu 1ittle exp arati@n tﬂ date nf theif o

patential integratign. This sectian has examined%the patential :Dnsequenees,J
- af sueh an interweaving, in bath the generTI and specific Eense.v The -
‘ widespread interest which exigts in bazh alternative wark patterns aﬁdiin
_ Hbfker eduggtianal apparﬁuﬁity cnuld be very effectively jained, with
pcsitive cansequences fﬁr buth ‘ Hﬂpefully, as the natians af flexible wark  }
 :‘>BEhEéu1iﬂg and mid-life educatinn Eecame more central agd weil=develaped
camppnents nf Ameriesn wnfking life, a cgnrdinated palicy far linkiﬂg the

. twa wiil eme:ge.




V. RECOMMENDATIONS

The”fnllﬁwiﬁg reeaﬁngﬂdatiéns are proposed as ﬁééﬁs téiéﬁﬁaﬁEE‘Eﬁe

N Study the fEIEEiﬂﬂEh;E*BEtWEEﬂ AWPs aﬂd Wﬁrklife eduegtiaﬁ aﬂd'tfainingi

The intezcanneatinna discussed in the previaus section Ehauld be
explored in greater detail and in relatian to specific cammunity settings.
There 1s a need for a firmer knowledge hase regarding the iﬁpacts of
various types of work scheduling options on worker participation invedﬁeas

.tign and t:ainiﬁg.
In a given community, aéalysis could be qﬁdgttgken af:”'edugatipn and
training needs of the workforce, overall and by plant industry; form(s) of
AWPa which would Bestvfaﬂilitate meeting thuéé nééds; feééibility'af
implementiﬂg the AWP(s) at variaus ﬂbrkplaces, availability of educatianal
nppattunities. and willingness of variaus grﬂupa such as Emplayers and
‘educators to makg necessary changeg to implement an AWP—educatiaﬂ p@licy.
Data of this sort cnuld be :allegted at baﬁh the individual level—— )
thraugh surveys and questiannaires-—and at the aggregate levela—thraugh |
eammunity meetinga, boards, gnﬂ pnliey statanenta.A anefully what wauld
gnerge wauld be a lncal IEBESth base which caulﬂ lead ta aeti@n (see next
;,H; ,recﬂmmendatian) .and. axnatienal tabulstiun -and. clea:inghnuae nf tﬁis infar,imi;;;;
N , ﬁatian thraugh existing iﬂterested natiunal arganisstinﬁs, fof example the :
Ngtinnal Gnuncil on: Alte:native Wurk Patterns, Iﬁc.,ar the American o -

Aasaeigtinn of Gammunity and Junia: Culleges, grgups which have azpressed

-“ interest in one- nr bnth af thgsg azeas.
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esﬁablished ﬁt'fhe local camﬂunity level vhereby employers interested in
Aﬁ?a can work in ean:eft with 1earniﬂg institutians which have or désire a
worker clienteie. These callabarative forums should aetively engage the
pa:tieipatign of workers and union representstives. As the needs of
va:iaua parties emerge, policies of institutiansl flgxibility and iﬂtegrated
efforts shauld be developed after periads of experimentation. Using the data
base proposed in the prior recommendation, demonstration projects shauldvbe
set uﬁ, ﬁhiﬂh, if sugeessfulivgauld lead to more perménent'arrangements.
Again, it would be impartant to collect and disseminate the results Qf
various 1§cal experimentz and new institutional arrangements for a look at
the common 1nstt§ctian they could provide. Existing innovative community
approaches glang these linea, if they exist, should also be studied as
process models.

° Eacilitate gtragger _linkages between existing,natianal g;ggnigatians

with an interest in either r_AWPs, hirherieducatiaﬂ, or wurklife educatian snd

.traiain « If research and develnpment confirm the mutual benefits of

' collaboration between these various génstitueﬁcies, éhen their "parent" national
grganigatiﬁﬁs would hopefully take a more active role in developing a

1inkage policy. These national groups could educate their ﬂémﬁerships
‘regarding the positive connections between AWPs and worker use of édﬁeaéiéﬁ;
through information dissemination and by publicizing "model"” community
éaafdinaﬁian efforts Jf which they were aware. Also, these gieups could
exéhange infafma;iaﬁ with each other on a regular basis and attempt to link

up local communities experiencing siﬁilaf problems with communities which had

solved them. Possibly these centers could play an advocacy role, attempting

*The'guthﬁ:'knﬁﬁs'af no such arrangements currently operating.
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;{ ) to raise public consciousness about the overall value of ;inkiﬁgrAHP
development to worklife education and training efforts, ;ﬁﬂg saportantly

influencing the development of a creative and coordinated saeigi_ﬁgiigy;

[
'I
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